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Abstract
Purpose – The purpose of this paper is twofold. First, it examines the impact of person-organisation fit
(P-O fit) on work engagement (WE) and the impact of WE on turnover intention. Second, it examines the
mediating role of WE between P-O fit and turnover intention.
Design/methodology/approach – A cross-sectional online survey design was used to collect data through
snowball sampling procedure. In total, 422 oil and gas (O&G) professionals participated in this study. In total,
13 incomplete samples were excluded during initial screening. As a result, 409 samples were used for final
data analysis. The partial least squares-structural equation modelling, using SmartPLS3.0, was performed to
test the hypothesised model.
Findings – The results of the study revealed strong ties between P-O fit, WE, and turnover intention.
Specifically, P-O fit was found to be a strong predictor of WE and WE is negatively related to employees’
turnover intention. Further, WE mediated the relationship between P-O fit and turnover intention.
Practical implications – The findings of this study suggest that O&G organisations must pay
greater attention to P-O fit to increase employees’ level of engagement and decrease voluntary turnover rate.
Overall, the findings provide pragmatic insights for human resource management practitioners and the
relevant stakeholders.
Originality/value – To date, little attention has been devoted to understanding the mediating role of WE
between P-O fit and turnover intention. The present study addresses this gap in the literature.
Keywords Person-organisation fit, Work engagement, Employee turnover, Oil and gas, Malaysia
Paper type Research paper
Introduction
After one hundred years of research and thousands of published studies, employee
turnover has been and still remains an important topic of study (Hom et al., 2017).
High voluntary turnover is costly for organisations and is negatively related to overall
organisational effectiveness and success (Han et al., 2016; Holtom et al., 2005). Despite its
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undesirable consequences, the literature continues to indicate high turnover intention
among highly skilled workers globally. The US Bureau of Labor Statistics (BLS, 2017)
reported 3.2 million voluntary quits in May 2017, about a 10.3 per cent increase from
2.9 million quits in July 2016. Asian business organisations have been no exception, as the
voluntary turnover rate is continuously increasing. According to “2017 Hays Asia Salary
Guide”, 34 per cent of respondents were actively looking for a new job and of those
individuals, 25 per cent plan to change jobs in the next six months (Hays, 2017).
These statistics indicate that voluntary turnover is an obstacle against businesses
achieving their strategic objectives.
A strong body of research indicates person-organisation fit (P-O fit) as the key
function related to a wide range of positive workplace outcomes for both employees and
employers (Kristof-Brown et al., 2005; Resick et al., 2013). P-O fit refers to the
“the compatibility between individuals and organisations” (Kristof-Brown, 1996, p. 3).
Past studies indicated that P-O fit is linked to job satisfaction, citizenship behaviour,
commitment, retention, and job performance (Cable and DeRue, 2002; Kristof-Brown
et al., 2005; Verquer et al., 2003; Youngs et al., 2015). Notably, empirical studies show a
strong negative effect of P-O fit on turnover intention (Tak, 2011; Wang et al., 2011).
In other words, employees who perceive a good fit with their organisation show less
intention to quit ( Jin et al., 2016).
Notwithstanding, there is a lack of research how the P-O fit effects proximal
performance outcomes (i.e. turnover intention). The human resource management (HRM)
performance black box theorists suggest an additional mechanism (i.e. mediator) between
HRM functions and outcomes (Boselie et al., 2005; Delery and Doty, 1996). The black box
phenomenon emphasises the role of an intermediate factor (i.e. mediator) between
HRM practices and outcomes (Armstrong and Taylor, 2014). As such, HRM practices do
not directly influence organisational performance (e.g. low voluntary turnover) but
indirectly influence employee behaviour (Huselid, 1995; Zheng and Lamond, 2010). As a
result, subsequent research has posited that it is essential to investigate the mechanisms
through which HRM functions impact performance outcomes (Becker and Gerhart, 1996;
Jiang et al., 2013).
Work engagement (WE) has received considerable attention in recent times as a
mediating construct linking several HRM-related antecedents and positive workplace
outcomes. WE is “a positive fulfilling work-related state of mind characterized by vigour,
dedication and absorption” (Schaufeli et al., 2006, p. 702). Highly engaged employees exhibit
high-quality behaviours and performance (Muduli et al., 2016). Evidently, high WE
results in greater profitability, shareholder returns, productivity, and customer satisfaction
(Harter et al., 2002; Saks and Gruman, 2014). A growing body of research recognises WE as
a key mediator of HRM-turnover models ( Juhdi et al., 2013; Saks, 2006; Schaufeli and
Bakker, 2004). Despite its importance, the mediating role of WE between P-O fit and
turnover intention is scarcely explored.
The purpose of this paper is to examine the impact of P-O fit on WE; and the impact of
WE on turnover intention. Second, it investigates the mediating role of WE between P-O fit
and turnover intention. It is conceptualised that the compatibility between individuals and
the organisation they work for leads employees to be highly engaged with their role
performance. By convention, highly engaged employees would be less intended to quit their
jobs. In doing so, the present study addresses two major gaps in the research literature.
First, past studies have examined the mediating effect of several constructs, such as
psychological climate, employee followership, job satisfaction, and organisation
commitment between P-O fit and turnover intention (Hassan et al., 2012; Jin et al., 2016;
Wheeler et al., 2007). However, the mediating role of WE between P-O fit and turnover








































interrelationship between P-O fit, WE and turnover intention (e.g. Memon et al., 2014, 2015),
empirical evidence behind such a conceptualization is rather lacking in the literature.
The present study addresses this research gap.
Second, the present research has a key methodological significance. The majority of the
past studies applied first-generation methods of data analysis (see Hassan et al., 2012;
Peng et al., 2014; Wheeler et al., 2007). Recent developments in quantitative methods
indicated several limitations of first-generation methods. The recommendation is to use
second-generation methods, especially structural equation modelling, which is a must for
social science research (Hair et al., 2017; Hooper et al., 2008). Partial least squares-structural
equation modelling (PLS-SEM) is highly recommended for complex and mediating
structural models (Avkiran, 2017; Nitzl et al., 2016; Richter et al., 2016). However and
surprisingly, PLS-SEM has rarely been applied in HRM and organisational behaviour
research. By employing PLS-SEM, this study addresses this clear methodological gap.
Overall, the findings from this study provide pragmatic insights for the HRM practitioners
and the relevant stakeholders.
The next section defines the key variables of the study. Drawing on social exchange
theory (SET) and Lewin’s field theory, the hypothetical linkages among P-O fit, WE, and
turnover intention are developed in this section. The following is a brief account regarding
the research methods used to achieve objectives of the present study. The findings of the
study are provided in the subsequent section. The study concludes by providing the
research and managerial implications.
Theoretical background and hypotheses development
Lewin’s field theory
Field theory is a framework that is practical in comprehending individuals’ behavioural,
cognitive, and affective aspects (Houston et al., 1998). Notably, Lewin (1943, 1951a) theory
had been implemented in numerous models of HRM performance as a theoretical foundation
of the relationship between P-O fit and the related behavioural and attitudinal outcomes.
The field theory principally believes that the activities of the actors in a particular field are
guided by their relative positions within the field and their interrelationships with one
another (Miles, 2012). Further, Lewin (1943) held that two aspects are essential to
comprehend a particular behaviour, namely, understanding the status quo or current
situation in which the behaviour takes place, and the conditions and forces that influence the
individual at a particular moment. As such, the actors’ interrelationships may result in
collective cultures and subjectivities.
Lewin’s field theory is incorporated in the present research to conceptualise the
interrelationship between P-O fit, WE, and turnover intention. Individuals’ behaviours are
dependent on their work environment (Lewin, 1951a). The interaction between individuals
and their work environment leads to the development of specific behaviours and attitudes
among the individuals. Positive behaviours tend to be displayed by the individuals who
have a positive perception on their organisation (work environment). To that end, the
perceived fit between the employees and their organisation is anticipated to result in a high
level of WE (Biswas and Bhatnagar, 2013). This is illustrated when the employees perform
the job roles effectively, go beyond the expectations, and exhibit high energy in the
workplace and are less likely to leave their organisations.
SET
SET (Blau, 1964; Homans, 1961) is at the heart of the HRM performance models to
explain the interrelations between constructs and is considered one of the most influential









































Social exchanges and obligations are the key assumptions of SET, and can be developed
through a series of interactions between parties (Blau, 1964). Additionally, norms of the
reciprocity regulate social exchanges (Evans and Davis, 2005; Sparrowe and Liden, 1997).
As such, social exchange process is understood as a mutually contingent and mutually
rewarding function (Emerson, 1976). The relationship between employee and employer
depends on social exchange (Blau, 1964; Snape and Redman, 2010). To illustrate this,
organisational initiatives, such as provision of socioemotional and economic resources,
ensuring a well-matched and friendly work environment, and having like-minded peers, can
create obligation among employees. As a result, in the course of reciprocity, employees tend
to repay through their positive and beneficial attitudes and behaviours (Lam et al., 2009;
Snape and Redman, 2010). Drawing on these assumptions, it is expected that compatibility
of individuals is seen by employees as a beneficial act directed towards employees, thus
increasing their dedication towards their role performance, exhibiting high level of energy at
work, showing an emotional attachment with their respective organisations and staying
longer (Saks, 2006).
Hypotheses development
P-O fit emphasises congruence between the individual and the organisation, and is expected
to influence employees’ level of WE. Simply, when employees’ skills, abilities, values, and
goals match with those of the organisation it increases their level of WE. Maslach and Leiter
(2008, p. 501) described that “the greater the perceived congruity the greater the likelihood of
engagement with work”. On the contrary, those who fit the organisation less exhibit a low
level of engagement (Warr and Inceoglu, 2012). Further, employees’ perceptions of a good fit
generate a sense of belonging towards the organisation, thereby increasing their
psychological safety (van-Vuuren et al., 2007). Kahn’s (1990) engagement theory suggests
that psychological safety is one of the key dimensions of employee engagement; thus, it is
expected that a high level of psychological safety may lead individuals to be highly
engaged. Further, value and goal congruence between employee and employer creates
two essential conditions of engagement – meaningfulness and psychological attachment
(Kahn, 1990). Evidently, Biswas and Bhatnagar (2013) noted that P-O fit was highly related
to employee engagement among the employees belonging to organisations in north India.
We therefore hypothesise:
H1. P-O fit has a positive impact on WE.
Past research reveals the strong relationship between WE and turnover intention
(Saks, 2006; Shuck et al., 2014). Engagement generates fulfilling, positive, work-related
experiences, and a state of mind correlated with good health and progressive work efforts
(Schaufeli and Bakker, 2004; Sonnentag, 2003). These positive experiences and emotions
lead individual employees to exhibit more positive work-related outcomes, hold their
employer in higher regard, and be less likely to leave the organisation (Saks, 2006;
Schaufeli and Bakker, 2004). Employees feel an emotional attachment with the current
employment and tend not to look for other employment options. Schaufeli and Bakker
(2004) reported that engagement is negatively associated with turnover intention among
employees in the Netherlands. Bailey et al. (2015) reviewed 21 studies in which a
significant negative relationship was revealed between engagement and employee
turnover intention, providing strong evidence for a link between these constructs.
We therefore hypothesise:
H2. WE has a negative impact on turnover intention.
Drawing on the principles of SET, employees’ positive experience of fit with their employing








































to respond their employers is through their level of engagement” (Saks, 2006, p. 603).
This is consistent with Robinson et al. (2004) who defined engagement as a two-way
employee-employer relationship. Such a relationship nurtures positive attitudinal and
behaviour outcomes and low turnover intention in particular (e.g. Juhdi et al., 2013;
Saks, 2006; Schaufeli and Bakker, 2004). Evidently, Biswas and Bhatnagar (2013) revealed
that employee engagement mediated the relationship between P-O fit and several outcome
variables (e.g. job satisfaction and organisational commitment). As such, it is expected
that WE can be a potential mechanism connecting P-O fit and turnover intention. Therefore,
we hypothesise:
H3. WE mediates the relationship between P-O fit and turnover intention.
Methods
Sampling and data collection
Data were collected through an electronic mail survey questionnaire. Snowball sampling – a
non-probability sampling procedure –was employed for data collection. An e-mail including
the hyperlink for the online questionnaire (i.e. Google Docs) was sent to 1,802 oil and gas
(O&G) professionals currently working in the O&G sector of Malaysia, requesting them to
participate and extend the survey link to their colleagues working in the same industry.
Malaysia’s O&G professionals tend to move to the Middle East, Canada, or other rich O&G
countries, depriving local organisations of their talent (Mansor et al., 2013). It is therefore
noteworthy that the intent of the present study was to find ways to retain Malaysian O&G
professionals in the domestic industry.
In total, 422 responses were received over a three-month period. Six suspicious samples
(e.g. straight lining) were excluded. Based upon a further examination of the data, we
identified and eliminated seven more samples: Individuals working as interns (n¼ 3) and
individuals working on contract (n¼ 4). Therefore, the results of this study are based on an
analysis of 409 responses. The profile of respondents is summarised in Table I.
Instrument
A six-item scale of P-O fit was adopted from Jung and Yoon (2013). P-O fit operationalized as
“general compatibility” was assessed by asking target respondents to indicate their fit with
their current organisation in terms of their values, goals, abilities, and with other members
of the same organisation (Kristof-Brown and Guay, 2011). A sample item was, “I really fit
Demographic variables Category Frequency Percentage
Gender Male 229 56.0
Female 178 43.5
No response 2 0.50
Age (years) 18-29 155 37.9
30-39 252 61.6
No response 2 0.50
1-2 46 11.2
3-4 59 14.4
Tenure 5-6 66 16.1
7-8 131 32.0
9-10 62 15.1
W 10 years 42 10.2













































this organisation”. A widely accepted nine-item short version of the Utrecht WE Scale,
developed by Schaufeli et al. (2006), was adopted to measure the three dimensions of WE:
vigour, dedication, and absorption. A sample item was, “My job inspires me”. A five-item
scale of turnover intent was adopted from Jung and Yoon (2013) to measure turnover
intention. In this study, turnover intention refers to employees’ willingness to voluntarily
and permanently quit their job (Price, 2001). A sample item was, “I am currently seriously
considering leaving my current job to work at another company”. All items (see the
Appendix) were measured on a five-point Likert-type scale, ranging from 1 (strongly
disagree) to 5 (strongly agree).
Common method bias
Given the data were collected from single source (i.e. O&G professionals), several procedural
strategies were employed to minimise common method bias in this research. For example,
the anonymity and confidentiality of the participants were ensured; the questionnaire was
pretested to avoid ambiguous, unnecessary, and difficult questions to ensure that all
respondents require equal efforts; a clear set of instructions were provided for completing
the survey, including the definitions of study’s constructs to avoid confusion; and the
participants were informed there are no preferred answers and the researcher desired
honest responses (Podsakof et al., 2003; Reio, 2010; Schwarz et al., 2017). Thus, common
method bias was of little concern in this research.
Data analysis and results
PLS-SEM was used to analyse the research model. SmartPLS3.2.6 (Ringle et al., 2015) was
used to test the measurement model (internal consistency reliability, convergent validity
(CV), and discriminant validity (DV)), followed by the examination of the structural model
(i.e. hypotheses testing), as recommended by the PLS-SEM literature (Hair et al., 2014). In
this study, the PLS-SEM was considered for several reasons. First, due to the exploratory
nature of the present research (Richter et al., 2016) – little is known about the casual
relationship between P-O fit, WE, and turnover intention. Second, the predication was the
primary focus (Hair et al., 2017). Last, PLS-SEM is recommended for complex models
(Richter et al., 2016), particularly, mediating models (Nitzl et al., 2016). Given the present
research investigated the mediating role of WE between P-O fit and turnover intention, PLS-
SEM was the most suitable method of data analysis.
Measurement model
The assessment of the measurement model comprises internal consistency reliability, CV,
and DV. Internal consistency reliability refers to the degree to which the items measure the
latent construct (Hair et al., 2010). Composite reliability (CR) is a better measure of internal
consistency compared to Cronbach’s α (Hair et al., 2017). A CR score of “0.6 is acceptable in
exploratory research but values above 0.95 indicate redundancy” (Avkiran, 2017, p. 4).
In this study, CR values for P-O fit were 0.936, WE: 0.915, and turnover intention: 0.905,
thereby confirming internal consistency reliability of the instrument (Hair et al., 2014;
Nunnally and Bernstein, 1994).
CV is the “extent to which a measure correlates positively with alternative measures of
the same construct” (Hair et al., 2017, p. 112). CV can be determined by assessing the outer
loading of the indicators and the average variance extracted (AVE) (Hair et al., 2014;
Hair et al., 2011). A high outer loading means that the indicator is highly representative of
the construct. As a general rule, at least 50 per cent of each indicator’s variance should be
explained by the way of latent variables. Consequently, the outer loading of an indicator








































generally considered close enough for all practical purposes (Hulland, 1999). All constructs
have displayed adequate CV, except WE. Thus, WE7 was excluded to improve the AVE of
WE construct. Although the reliability of two items of WE construct: WE8 (α¼ 0.607) and
WE9 (α¼ 0.598) were valued less than 0.7, both items were retained for content validity
(Hair et al., 2017). The outer loading of P-O fit ranged from 0.773 to 0.807, turnover intention
0.845 to 0.895, and WE 0.598 to 0.867, presented a satisfactory indicator reliability
(Hair et al., 2014; Nunnally, 1978). Moreover, AVE scores of P-O fit (0.747), WE (0.578), and
turnover intention (0.615), confirming the CV.
DV is “the extent to which a construct is truly distinct from other constructs by empirical
standards” (Hair et al., 2014, p. 104). Heterotrait-monotrait (HTMT) ratio of correlations
approach is highly recommended to assess DV (Henseler et al., 2015). A HTMT score should
not be greater than the HTMT0.85 (Clark andWatson, 1995) or the HTMT0.90 (Gold et al., 2001).
In the present study, the results of HTMT show that all constructs have satisfactorily passed
both criteria, established at HTMT0.85; thus, confirming that each construct of present study
measures a unique subject.
Structural model
The results of the structural model showed a substantial R2 (0.353) for WE and a moderate
R2 (0.141) for turnover intention. Further, the results indicated that P-O fit ( f 2¼ 0.545) has a
large effect of P-O fit on WE, whereas engagement has a moderate to large effect
( f 2¼ 0.164) on turnover intention. Likewise, the results of Q2 proves the model’s predictive
relevance for WE (Q2¼ 0.095) and turnover intention (Q2¼ 0.189).
Further, the results of path coefficient using bootstrapping procedure (5,000 subsamples,
one-tailed) indicated that P-O fit ( β¼ 0.594, t¼ 18.140, po0.05) has a significant strong
positive influence on WE, and, WE significantly negatively effects employees’ turnover
intention ( β¼−0.376, t¼ 8.754, po0.05). Therefore, H1 and H2 were supported. For the
third hypothesis, the Preacher and Hayes’ (2004) approach of indirect effect was used to test
the mediation effect of WE between P-O fit and turnover intention. The results of indirect
effect using bootstrapping procedure (5,000 subsamples, two-tailed) indicated that P-O fit
has an indirect effect on turnover intention via WE ( β¼−0.223, t¼ 6.894, po0.05,
LL: −0.283, UL: −0.158), hence, H3 was supported. The results of the path coefficient are
summarised in Table II (Figure 1).
Discussion of the findings
The objective of this study was to examine the causal relationship between P-O fit, WE, and
turnover intention. Further, it investigated the mediating role of WE between P-O fit and
turnover intention. The findings of this study indicated that P-O fit is a strong predictor ofWE
among Malaysian O&G professionals. Conceptually, P-O fit offers congruence between
individual and organisational norms and values. According to Lewin’s (1951b) field theory,
individuals’ behaviours are dependent on their work environment. And, a work environment
comprises of variety of norms, systems, and values. Therefore, when individuals find a good
Confidence Interval
Hypotheses β SE t value LL UL R2 f2 Q2 Decision
H1: P-O fit→WE 0.594 0.033 18.14** 0.523 0.652 0.353 0.545 0.095 Supported
H2: WE→TI −0.376 0.043 8.754** −0.453 −0.286 0.141 0.164 0.189 Supported
H3: P-O fit→WE→TI −0.223 0.032 6.894** −0.283 −0.158 Supported
Notes: P-O fit, person-organisation fit; WE, work engagement; TI, turnover intention; LL, lower level;












































match between values, goals, attributes with those of organisation and with peers working
there, leading them to exhibit favourable attitudes and behaviours. Particularly, P-O fit leads
employees to be engaged highly, as highlighted by the findings of this study.
Second, the findings of this study indicated that WE is a strong predictor of employee
turnover intention. This finding is consistent with Saks (2006) who suggested that “engaged
employees are also more likely to have a high-quality relationship with their employer
leading them to also have more positive attitudes, intentions, and behaviours” (p. 613).
In other words, highly engaged individuals exhibit a greater sense of physical, emotional,
and cognitive attachment to their jobs and organisation. Therefore, highly engaged
employees show high energy, dedication, and are less likely to quit their jobs.
Last, the results confirmed the mediating role of WE between P-O fit and turnover
intention. This proved that WE is a significant mechanism transmitting the effect of P-O fit
on turnover intention. When individuals feel a good fit of their values with those of the
organisation, find their organisation meets their needs well, and has the same attributes of
other employees in the same organisation, it will lead individuals to be highly engaged with
an organisation. Such an emotional affection and high level of engagement is one the major
reasons to keep employees connected with the organisation where they work.
Managerial implications
The results of the present study indicated that P-O fit is a strong predictor of WE that
reduces employee turnover intentions among Malaysian O&G professionals. The
implications are that O&G organisations must pay greater attention to P-O fit. From the
employers’ perspective, one way of doing so is by assessing the P-O fit at the recruitment
and selection stage. This may be helpful for organisations hiring and retaining employees
whose goals and values are well matched with those of the organisation. Organisations need
to provide a detailed description of their culture, values, and policies so candidates know
about the organisation and can determine how closely those organisational attributes are
aligned with their own. Further, the O&G sector is often considered a high-risk working
environment and O&G professionals are often engaged in field projects. Therefore, knowing
the organisation’s expectations, working culture, overall performance expectations, task
difficulty, and assessment standards will help individuals to enter into employment at the
organisation of their choice and one that fits with their personal career goals and values.
Moreover, from the results of the study, it appears that engagement is a significant
mechanism through which P-O fit influences employees’ turnover intention. In this case, it is



























































prevail among the employees. One way of doing this is to evaluate employees’ level of WE
from time to time. As suggested by Gruman and Saks (2011), “engagement appraisal” can be
a key initiative and can be accompanied by the formal appraisal process. This would help
top management to know how engaged their employees are and to identify what could be
done to further improve their level of WE. Once engagement has been cultivated, there will
be a strong emotional attachment between employee and employer, which in turn, will
ensure the longevity of O&G professionals with their organisations, as highlighted by the
findings of the present study.
Conclusion
The findings of the present study indicated that both P-O fit and engagement are
extremely important factors affecting an employee’s intention to leave. The second major
finding of this study was that WE mediates between P-O fit and turnover intention.
Therefore, to reduce voluntary turnover, P-O fit and engagement should be thought of as
important factors. Thus, the findings theoretically contribute to the HRM performance
“black box” debate by providing empirical evidence for WE as the actual mechanism or
process through which HR practices (e.g. P-O fit) influence proximal performance
outcomes, particularly, employees’ turnover intentions. Besides the theoretical
contributions, the present study findings also hold methodological strength. Although
SEM has been described as a must for social science research, previous HRM-engagement-
turnover models relied on first-generation methods of analysis. An extensive review of the
past literature revealed no HRM-engagement-turnover studies having used PLS-SEM;
particularly in the context of O&G, which is a high-risk work environment. By using
PLS-SEM, this study makes an important methodological contribution by confirming the
successful applications of PLS-SEM in a new context.
The study was not without limitations. This study was a cross-sectional in its design.
Considering the study was an examination of a mediating framework, a longitudinal study
could have provided superior results. Future studies are recommended to employ
longitudinal investigation to achieve superior results on the causality among constructs.
The data were collected only from O&G professionals currently working in the Malaysian
O&G sector. Thus, the results of this study do not represent the employees from other
sectors. A comprehensive study, recruiting samples from different industries, is highly
recommended to confirm the significance of the model investigated in this study.
Additionally, a non-probability sampling method was another limitation of the present
study. Given that the primary purpose of this research was theory testing, and the sampling
frame of the target population was absent, the non-probability sampling in the present
research was believed acceptable (Memon et al., 2017). Future studies, particularly focusing
on sampling generalisability, should utilise probability sampling methods to increase the
generalisability of the findings. Last, this research adopted a mediating model and did not
incorporate moderating effects. Further research would be more interesting by including
individual (i.e. social exchange ideology) or organisational (i.e. support) moderators to
ascertain the extent to which they contribute to the causal relationship between P-O fit, WE,
and turnover intention.
References
Armstrong, M. and Taylor, S. (2014), Armstrong’s Handbook of Human Resource Management
Practice, 13th ed., Kogan Page Publishers, London.
Avkiran, N.K. (2017), “An in-depth discussion and illustration of partial least squares structural










































Bailey, C., Madden, A., Alfes, K. and Fletcher, L. (2015), “The meaning, antecedents and outcomes of
employee engagement: a narrative synthesis”, International Journal of Management Reviews,
Vol. 19 No. 1, pp. 1-23.
Becker, B.E. and Gerhart, B. (1996), “The impact of human resource management on organizational
performance: progress and prospects”, Academy of Management Journal, Vol. 39 No. 4,
pp. 779-801.
Biswas, S. and Bhatnagar, J. (2013), “Mediator analysis of employee engagement: role of perceived
organizational support, P-O fit, organizational commitment and job satisfaction”, Research,
Vol. 38 No. 1, pp. 27-40.
Blau, P. (1964), Exchange and Power in Social Life, Wiley, New York, NY.
BLS (2017), “Job openings and labor turnover –May 2017”, Bureau of Labor Statistics, US Department
of Labor, Washington, DC, available at: www.bls.gov
Boselie, P., Dietz, G. and Boon, C. (2005), “Commonalities and contradictions in research on human
resources”, Human Resource Management Journal, Vol. 15 No. 3, pp. 67-94.
Cable, D.M. and DeRue, D.S. (2002), “The convergent and discriminant validity of subjective fit
perceptions”, Journal of Applied Psychology, Vol. 87 No. 5, pp. 875-884.
Clark, L.A. and Watson, D. (1995), “Constructing validity: basic issues in objective scale development”,
Psychological Assessment, Vol. 7 No. 3, pp. 309-319.
Cropanzano, R. and Mitchell, M.S. (2005), “Social exchange theory: an interdisciplinary review”, Journal
of Management, Vol. 31 No. 6, pp. 874-900.
Delery, J.E. and Doty, D.H. (1996), “Modes of theorizing in strategic human resources management: test
of universalistic, contingency, and configurational performance predictions”, Academy of
Management Journal, Vol. 39 No. 4, pp. 802-836.
Emerson, R.M. (1976), “Social exchange theory”, Annual Review of Sociology, Vol. 2, pp. 335-362.
Evans, W.R. and Davis, W.D. (2005), “High-performance work systems and organizational
performance: the mediating role of internal social structure”, Journal of Management, Vol. 31
No. 5, pp. 758-775.
Gold, A.H., Malhotra, A. and Segars, A.H. (2001), “Knowledge management: an organizational
capabilities perspective”, Journal of Management Information Systems, Vol. 18 No. 1,
pp. 185-214.
Gruman, J.A. and Saks, A.M. (2011), “Performance management and employee engagement”, Human
Resource Management Review, Vol. 21 No. 2, pp. 123-136.
Hair, J.F., Ringle, C.M. and Sarstedt, M. (2011), “PLS-SEM: indeed a silver bullet”, Journal of Marketing
Theory and Practice, Vol. 19 No. 2, pp. 139-151.
Hair, J.F., Black, W.C., Babin, B.J. and Anderson, R.E. (2010), Multivariate Data Analysis, 7th ed.,
Pearson, Prentice Hall, Upper Saddle River, NJ.
Hair, J.F., Hult, G.T.M., Ringle, C.M. and Sarstedt, M. (2014), A Primer on Partial Least Squares
Structural Equation Modeling (PLS-SEM), Sage, Los Angeles, CA.
Hair, J.F., Hult, G.T.M., Ringle, C.M. and Sarstedt, M. (2017), A Primer on Partial Least Squares
Structural Equation Modeling (PLS-SEM), 2nd ed., Sage, Thousand Oaks, CA.
Han, S.J., Bonn, M.A. and Cho, M. (2016), “The relationship between customer incivility, restaurant
frontline service employee burnout and turnover intention”, International Journal of Hospitality
Management, Vol. 52, pp. 97-116.
Harter, J.K., Schmidt, F.L. and Hayes, T.L. (2002), “Business-unit level relationship between employee
satisfaction, employee engagement, and business outcomes: a meta-analysis”, Journal of Applied
Psychology, Vol. 87 No. 2, pp. 268-279.
Hassan, M., Akram, A. and Naz, S. (2012), “The relationship between person organization fit,
person-job-fit and turnover intention in banking sector of Pakistan: the mediating role of








































Hays (2017), “Asia braces for change: tailoring talent strategies for uncertainty”, in Wright, C. (Ed.),
The 2017 Hays Asia Salary Guide, 10th ed., Hays, Singapore.
Henseler, J., Ringle, C.M. and Sarstedt, M. (2015), “A new criterion for assessing discriminant validity in
variance-based structural equation modeling”, Journal of the Academy of Marketing Science,
Vol. 43 No. 1, pp. 115-135.
Holtom, B.C., Mitchell, T., Lee, T. and Inderrieden, E. (2005), “Shocks as causes of turnover: why
they are and how organizations can manage them”, Human Resource Management, Vol. 44
No. 3, pp. 337-352.
Hom, P.W., Lee, T., Shaw, J.D. and Hausknecht, J.P. (2017), “One hundred years of employee turnover
theory and research”, Journal of Applied Psychology, Vol. 102 No. 3, pp. 530-545.
Homans, G.C. (1961), Social Behavior: Its Elementary Forms, Harcourt Brace, New York, NY.
Hooper, D., Coughlan, J. and Mullen, M.R. (2008), “Structural equation modelling: guidelines for
determining model fit”, Electronic Journal of Business Research Methods, Vol. 6 No. 1, pp. 53-60.
Houston, M.B., Bettencourt, L.A. and Wenger, S. (1998), “The relationship between waiting in a service
queue and evaluations of service quality: a field theory perspective”, Psychology & Marketing,
Vol. 15 No. 8, pp. 735-753.
Hulland, J. (1999), “Use of partial least squares (PLS) in strategic management research: a review of four
recent studies”, Strategic Management Journal, Vol. 2 No. 2, pp. 195-204.
Huselid, M.A. (1995), “The impact of human resource management practices on turnover, productivity,
and corporate financial performance”, Academy of Management Journal, Vol. 38 No. 3,
pp. 635-672.
Jiang, J.Y., Takeuchi, R. and Lepak, D.P. (2013), “Where do we go from here? New perspectives on the
black box in strategic human resource management research”, Journal of Management Studies,
Vol. 50 No. 8, pp. 1448-1480.
Jin, M.H., McDonald, B. and Park, J. (2016), “Person-organization fit and turnover intention: exploring
the mediating role of employee followership and job satisfaction through conservation of
resources theory”, Review of Public Personnel Administration, pp. 1-26, available at: https://
doi.org/10.1177/0734371X16658334
Juhdi, N., Pa’wan, F. and Hansaram, R.M.K. (2013), “HR practices and turnover intention: the mediating
roles of organizational commitment and organizational engagement in a selected region in
Malaysia”, The International Journal of Human Resource Management, Vol. 24 No. 15,
pp. 3002-3019.
Jung, H.S. and Yoon, H.H. (2013), “The effects of organizational service orientation on person-
organization fit and turnover intent”, The Service Industries Journal, Vol. 33 No. 1, pp. 7-29.
Kahn, W.A. (1990), “Psychological conditions of personal engagement and disengagement at work”,
Academy of Management Journal, Vol. 33 No. 4, pp. 692-724.
Kristof-Brown, A.L. (1996), “Person-organization fit: an integrative review of its conceptualizations,
measurement and implication”, Personnel Psychology, Vol. 49 No. 1, pp. 1-49.
Kristof-Brown, A.L. and Guay, R.P. (2011), “Person-environment fit”, in Zedeck, S. (Ed.), APA
Handbook of Industrial and Organizational Psychology Vol. 3, American Psychological
Association, Washington DC, pp. 3-50.
Kristof-Brown, A.L., Zimmerman, R.D. and Johnson, E.C. (2005), “Consequences of individuals’ fit at
work: a meta-analysis of person-job, person-organization, person-group, and person-supervisor
fit”, Personnel Psychology, Vol. 58 No. 2, pp. 281-342.
Lam, W., Chen, Z. and Takeuchi, N. (2009), “Perceived human resource management practices and
intention to leave of employees: the mediating role of organizational citizenship behaviour in a
Sino-Japanese joint venture”, The International Journal of Human Resource Management,
Vol. 20 No. 11, pp. 2250-2270.
Lewin, K. (1943), “Defining the field at a given time”, Psychological Review, Vol. 50 No. 3, pp. 292-310.









































Lewin, K. (1951b), “Field theory in social science: selected theoretical papers”, in Edwards, J.R. (Ed.),
Person-Environment Fit in Organizations: An Assessment of Theoretical Progress Vol. 2,
Greenwood Press, Westport, CA, pp. 197-230.
Mansor, N., Ismail, A.H., Alwi, M.A.M. and Anwar, N. (2013), “Relationship between spiritual leadership
and organizational commitment in Malaysians’ oil & gas industry”, Asian Social Science, Vol. 9
No. 7, pp. 179-191.
Maslach, C. and Leiter, M.P. (2008), “Early predictors of job burnout and engagement”, Journal of
Applied Psychology, Vol. 93 No. 3, pp. 498-512.
Memon, M.A., Salleh, R., Baharom, M.N.R. and Harun, H. (2014), “Person-organization fit and turnover
intention: the mediating role of employee engagement”, Global Business and Management
Research: An International Journal, Vol. 6 No. 3, pp. 205-209.
Memon, M.A., Salleh, R., Baharom, M.N.R. and Harun, H. (2015), “A review of the relationship
between person-job and person-organization fit, employee engagement and turnover intention:
a three-step model”, Asian Social Science, Vol. 11 No. 2, pp. 313-320.
Memon, M.A., Ting, H., Ramayah, T., Chuah, F. and Cheah, J.H. (2017), “A review of the methodological
misconceptions and guidelines related to the application of structural equation modeling:
a Malaysian scenario”, Journal of Applied Structural Equation Modeling, Vol. 1 No. 1, pp. i-xiii.
Miles, J.A. (2012), Management and Organization Theory, Wiley, San Francisco, CA.
Muduli, A., Verma, S. and Datta, S.K. (2016), “High performance work system in India: examining the
role of employee engagement”, Journal of Asia-Pacific Business, Vol. 17 No. 2, pp. 130-150.
Nitzl, C., Roldan, J.L. and Carrion, G.C. (2016), “Mediation analysis in partial least squares path
modelling: helping researchers discuss more sophisticated models”, Industrial Management &
Data Systems, Vol. 116 No. 9, pp. 1849-1864.
Nunnally, J.C. (1978), Psychometric Theory, McGraw-Hill, New York, NY.
Nunnally, J.C. and Bernstein, I.H. (1994), Psychometric Theory, 3rd ed., McGraw-Hill, New York, NY.
Peng, J.C., Lee, Y.L. and Tseng, M.M. (2014), “Person-organization fit and turnover intention: exploring
the mediating effect of work engagement and the moderating effect of demand-ability fit”,
The Journal of Nursing Research, Vol. 22 No. 1, pp. 1-11.
Podsakof, P.M., MacKenzie, S., Lee, J. and Podsakoff, N.P. (2003), “Common method biases in
behavioural research”, MIS Quarterly, Vol. 30 No. 1, pp. 115-141.
Preacher, K.J. and Hayes, A.F. (2004), “SPSS and SAS procedures for estimating indirect effects in
simple mediation models”, Behavior Research Methods, Instruments, & Computers, Vol. 36 No. 4,
pp. 717-731.
Price, J.L. (2001), “Reflection on the determinants of voluntary turnover”, International Journal of
Manpower, Vol. 22 No. 7, pp. 600-624.
Reio, T.G.J. (2010), “The threat of common method variance bias to theory building”, Human Resource
Development Review, Vol. 9 No. 4, pp. 405-411.
Resick, C.J., Giberson, T.R., Dickson, M.W., Wynne, K.T. and Bajdo, L.M. (2013), “Person-organization fit,
organizational citizenship, and social-cognitive motivational mechanisms”, in Kristof-Brown, A.L.
(Ed.), Organizational Fit: Key Issues and New Directions, Wiley-Blackwell, New Delhi,
pp. 99-123.
Richter, N.F., Sinkovics, R.R., Ringle, C.M. and Schlägel, C. (2016), “A critical look at the use of SEM in
international business research”, International Marketing Review, Vol. 33 No. 3, pp. 376-404.
Ringle, C.M., Wende, S. and Becker, J.-M. (2015), “SmartPLS 3.” SmartPLS GmbH, Boenningstedt,
available at: www.smartpls.com
Robinson, D., Perryman, S. and Hayday, S. (2004), The Drivers of Employee Engagement, Institute for
Employment Studies, Brighton.
Saks, A.M. (2006), “Antecedents and consequences of employee engagement”, Journal of Managerial








































Saks, A.M. and Gruman, J.A. (2014), “What do we really know about employee engagement?”, Human
Resource Development Quarterly, Vol. 25 No. 2, pp. 155-182.
Schaufeli, W.B. and Bakker, A.B. (2004), “Job demands, job resources, and their relationship with
burnout and engagement: a multi-sample study”, Journal of Organizational Behavior, Vol. 25
No. 3, pp. 293-315.
Schaufeli, W.B., Bakker, A.B. and Salanova, M. (2006), “The measurement of work engagement
with a short questionnaire”, Education and Psychological Measurement, Vol. 66 No. 4,
pp. 701-716.
Schwarz, A., Rizzuto, T., Carraher-Wolverton, C., Roldán, J.L. and Barrera-Barrera, R. (2017),
“Examining the impact and detection of the ‘urban legend’ of common method bias”, Data Base
for Advances in Information Systems, Vol. 48 No. 1, pp. 93-119.
Shuck, B., Twyford, D., Reio, T.G. and Shuck, A. (2014), “Human resource development practices and
employee engagement: examining the connection with employee turnover intentions”, Human
Resource Development Quarterly, Vol. 25 No. 2, pp. 239-269.
Snape, E. and Redman, T. (2010), “HRM practices, organizational citizenship behavior, and
performance: a multi-level analysis”, Journal of Management Studies, Vol. 47 No. 7,
pp. 1219-1247.
Sonnentag, S. (2003), “Recovery, work engagement and proactive behaviour. A new look at the
interface between nonwork and work”, Journal of Applied Psychology, Vol. 88 No. 3, pp. 518-528.
Sparrowe, R.T. and Liden, R. (1997), “Process and structure in leader-member exchange”, Academy of
Management Review, Vol. 22 No. 2, pp. 522-552.
Tak, J. (2011), “Relationships between various person-environment fit types and employee withdrawal
behavior: a longitudinal study”, Journal of Vocational Behavior, Vol. 78 No. 2, pp. 315-320.
Van-Vuuren, M., Veldkamp, B.P., De Jong, M.D. and Seydel, E.R. (2007), “The congruence of actual and
perceived person-organization fit”, The International Journal of Human Resource Management,
Vol. 18 No. 10, pp. 1736-1747.
Verquer, M.L., Beehr, T.A. and Wagner, S.H. (2003), “A meta-analysis of relations between
person-organization fit and work attitudes”, Journal of Vocational Behavior, Vol. 63 No. 3,
pp. 473-489.
Wang, M., Zhan, Y., McCune, E.A. and Truxillo, D. (2011), “Understanding newcomers’ adaptability
and work-related outcomes: testing the mediating roles of perceived P-E fit variables”, Personnel
Psychology, Vol. 64 No. 1, pp. 163-189.
Warr, P. and Inceoglu, I. (2012), “Job engagement, job satisfaction, and contrasting associations with
person-job fit”, Journal of Occupational Health Psychology, Vol. 17 No. 2, pp. 129-138.
Wheeler, A.R., Gallagher, V.C., Brouer, R.L. and Sablynski, C.J. (2007), “When person-organization
(mist) fit and (dis) satisfaction lead to turnover”, Journal of Managerial Psychology, Vol. 22 No. 2,
pp. 203-219.
Youngs, P., Pogodzinski, B., Grogan, E. and Perrone, F. (2015), “Person-organization fit and research on
instruction”, Educational Researcher, Vol. 44 No. 1, pp. 37-45.
Zheng, C. and Lamond, D. (2010), “Organizational determinants of employee turnover for multinational
companies in Asia”, Asia Pacific Journal of Management, Vol. 27 No. 3, pp. 423-443.
Appendix
P-O fit
POF1: I really fit this organisation.
POF2: I feel that my personal values are a good fit with this organisation.
POF3: My organisation meets my major needs well.
POF4: My values match those of current employees in this organisation.
POF5: I have affections and affinity for this organisation.










































WE1: When I get up in the morning, I feel like going to work.
WE2: At my work, I feel bursting with energy.
WE3: At my job I feel strong and vigorous.
WE4: My job inspires me.
WE5: I am enthusiastic about my job.
WE6: I am proud of the work that I do.
WE7: I get carried away when I am working.
WE8: I am immersed in my work.
WE9: I feel happy when I am working intensely.
Turnover intention
TI1: I am currently seriously considering leaving my current job to work at another company.
TI2: I sometimes feel compelled to quit my job in my current workplace.
TI3: I will probably look for a new job in the next year.
TI4: Within the next 6 months, I would rate the likelihood of leaving my present job as high.
TI5: I will quit this company if the given condition gets even a little worse than now.
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